favorable health and key performance outcomes compared to employees who do not. The population of employees in Unit-Based Teams that are engaged with well-being exhibits lower average sick day rates, better blood glucose test results, and higher CoH index scores. The higher engagement with their HWB therefore translates to beneficial financial outcomes for Kaiser Permanente.
Aside from their level of engagement with well-being projects through Unit-Based Teams, the study and comparison populations examined were similar in terms of workforce and demographic characteristics. Therefore, there is evidence that the results could be attributable to participation in well-being efforts at Kaiser Permanente. These results suggest that the more that employees are engaged in well-being through Unit-Based Teams, the more those employees may be engaged in their well-being overall, leading to improved health and business outcomes. A strong case can therefore be made for continuing and possibly strengthening the Unit-Based Team employee wellbeing initiatives at Kaiser Permanente in years to come.
How Healthy for Life Empowers LG&E and KU Employees and Spouses
Amanda Faulkner, BA 1 , Rebecca Fries, MPH, CPH, ACSM-CPT 1 , and DeAnna Hall, BSN, RN 1 L ouisville Gas and Electric Company (LG&E) and Kentucky Utilities (KU) Company, part of the PPL Corporation (NYSE: PPL) family of companies, are regulated utilities that serve nearly 1.3 million customers and have consistently ranked among the best companies for customer service in the United States. LG&E serves 328 000 natural gas and 414 000 electric customers in Louisville and 16 surrounding counties. KU serves 555 000 customers in 77 Kentucky counties and 5 counties in Virginia. LG&E and KU's nearly 3500 employees are key to the company's continued success and to delivering excellent customer service every day. Stationed at more than 50 facilities throughout Kentucky and Virginia, our employees hold a variety of jobs in a range of work environments. The company has a robust health and well-being (HWB) program that encompasses all aspects of the organization. While the company's wellness culture has evolved over 3 decades, the existing holistic well-being program known as Healthy for Life (HFL) is in its sixth year of operation. Based on Dee Edington's research, 1 the company's goal is to have zero health trends and continue the strategy of a Total Population Health Model.
LG&E and KU's HFL program provides an array of offerings that help employees and spouses understand the importance of holistic health and make healthy lifestyle choices. The program strives to meet individuals where they are in their health journey on the spectrum of health risks. The program does not take a ''one size fits all'' approach but rather creates the idea that each individual has an opportunity to maintain or improve some aspects of their HWB. The HFL program includes an online portal which serves as the interactive hub where employees and spouses, regardless of whether or not they have medical insurance through LG&E and KU, engage in well-being challenges to earn points toward incentives. Those incentives include a reduction in medical premium costs (more than 90% qualify each year) and Amazon gift codes. From extremely healthy individuals to those who are successfully managing their health risks, everyone has access to a variety of tools and programs including regional on-site coaching with registered dietitians, Family Assistance Plan, tobacco cessation, and interactive webinars. Some highlights of HFL's success include C-suite support and engagement, partnership/integration of company initiatives, and a focus on executing multifaceted communication campaigns to drive healthy actions.
Mission/Vision Alignment With Senior Leadership
The company's overall mission, vision, and core values are the foundations that guide day-to-day work practices. In fact, one of the company's core values-''safety and health''-states that we do not compromise in these areas. With a top-led, employee-driven organization-where executive leadership supports employee participation and employees are encouraged to follow through with initiatives-the company's culture is inclusive of everyone. For example, safety is the company's number one priority, and every employee is encouraged and expected to say no to unsafe work, regardless of their job title and to whom they are speaking. Health and safety are considered standing agenda items during meetings and tailgates, further driving a successful well-being program. In fact, each year leadership hosts a Safety Summit with more than 1200 employees and business partners to review incidents and trends from the previous year and to highlight safe practices in innovative ways. The Summit begins with a guest speaker who shares a story about how safety impacted their lives and 1 Louisville Gas and Electric and Kentucky Utilities, LLC, Louisville, KY, USA Corresponding Author: Rebecca Fries. Email: Rebecca.Fries@lge-ku.com is followed by presentations from leadership throughout the entire company. This emphasis on safety and building relationships shows the company's relentless commitment to improving work practices.
The company's Chairman, CEO, and President Paul Thompson also leads these health and safety initiatives by his own example. The company recently engaged in an ''Industrial Athlete'' campaign where we posed this question to employees: If athletes don't start a game before stretching, why would you start work without a warm-up? The concept was to photograph employees in their work uniforms and again in their athletic gear. Thompson is a regular ice hockey player and dressed in his full gear to bring the campaign to life and to remind employees that safety and health is a top priority. Thompson also makes himself available to speak at numerous health and safety meetings, including the company's annual ''Wellness Retreat'' where 60þ ''Wellness Champions'' meet for a day dedicated to learning more about the company's upcoming health initiatives so they can spread the word to their local coworkers.
Partnership/Integration of Company Initiatives
Healthy for Life developed after many years of building partnerships and integrating programs and company initiatives. For example, every 2 to 3 years, we host a day-long Partnership Summit to provide an opportunity for brainstorming and idea sharing among well-being and benefits partners. Representatives from both LG&E and KU and external vendors attend, and ideas developed during this event are used to improve programs and processes. Additionally, the company maintains its ''boots on the ground'' well-being efforts by supporting a group of 60þ ''Wellness Champions'' located at each of our locations. Champions meet monthly via conference call and annually at a retreat to provide feedback on HWB programs and to develop new initiatives.
The many elements that impact holistic health can be complex. To educate employees and spouses how our programs are integrated into their HWB, we developed a simple HFL guide that incorporated each element of holistic health in a simplified way. Individuals could easily see how these elements were closely linked and impacted their overall health. For example:
Healthy mind: We promoted free, confidential counseling to each employee and anyone in their household. Healthy body: During the annual ''Summer Stretch''-a time of year when employees are most at risk for high hazard injuries-we partnered with the Safety team to focus on nutrition, making a connection between the fuel we put in our bodies and our focus. Healthy wallet: We promoted online courses and webinars by financial advisor Pete the Planner R to link financial stress to mental health and overall well-being.
Healthy community:
We added challenges on the HFL portal related to volunteerism and ways to protect and improve our environment.
Communication Strategies
Communications support the holistic health of the organization by inspiring healthy and safe actions. Healthy for Life has infused itself within the organization and, as a result, employees and spouses are engaged in company programs at levels never before seen at the company. Communication channels include home postcards, posters, articles, Facebook, and so on. A creative campaign included a ''meme contest'' for employees to submit captions for nutrition-related images.
In another example, due to low participation with on-site flu vaccinations in 2017, the team created a communication plan for 2018 that highlighted 3 employees describing ''What's Your Why?'' for getting a flu shot. The campaign resulted in a 19% increase in flu shot participation from 2017 to 2018. Sharing employees' success stories strategically engages and connects 3500 employees.
Conclusion
The LG&E and KU are committed to the HWB of its employees and their families. Since the inception of the HFL program, we have seen more than 90% participation for both employees and spouses who earn the HFL medical premium; significant decrease in tobacco use, safety incidents, medical costs with high-cost claimants, and avoidable ER visits; and increase in preventive care utilization, specifically for adult well visits and adult cancer screenings
The impact of the HFL program goes beyond return on investment, medical costs, and projected savings. It's making a true difference in the lives of individuals. By providing various tools and resources, such as an interactive online portal and ''boots on the ground'' efforts, employees and spouses can create wellness paths that work best for their needs. Additionally, the continued focus on health and safety, partnership building, leadership support, and high program participation will continue to sustain the HWB culture for many years to come as we strive for every employee and spouse to remain HFL.
